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This study is carried out to examine factors influencing work engagement among
administrative staffs at a public hospital in Kedah. Three individual-related factors of
self-efficacy, proactive behavior and perceived organizational support were tested
against work engagement. In order to discover factors that have significant impact on
work engagement, this study examine the relationship among self-efficacy, proactive
behavior and perceived organizational support with work engagement. A total of 125
questionnaires were distributed but only 101 questionnaires were usable for further
analysis. The instruments were adapted from previous studies which were valid and
reliable, with a six-point Likert scale. Quantitative research method was used and
primary data was collected from administrative staffs in various department from a
public hospital. The data was analyzed using Statistical Package for Social Science
(SPSS) software version 22.0. Descriptive analysis was applied to interpret the
relationship of self-efficacy, proactive behavior and perceived organizational support
with work engagement. Cronbach’s alpha was used to measure data reliability, while
Skewness and Kurtosis tests were used to check data normality. Relationship
between dependent variable and independent variable were analyzed using
correlation coefficient, while the multiple regression analysis technique is used for
predicting factors of work engagement. The findings indicated that self-efficient and
proactive behavior had significant influence on the administrative staffs’ work
engagement, but perceived organizational support did not. These findings will help
the hospital management take necessary measures to enhance administrative staffs’
work engagement to build a more reliable and effective public sector in Malaysia.
Keywords: work engagement, self-efficacy, proactive behavior, perceived
organizational support, administrative staffs.
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Abstrak
Kajian ini dijalankan untuk melihat faktor yang mempengaruhi keterlibatan kerja
dalam kalangan pembantu tadbir di sebuah hospital awam di Kedah. Tiga faktor
berkaitan individu yang terdiri daripada efikasi kendiri, tingkah laku proaktif dan
persepsi sokongan organisasi digunakan untuk menguji keterlibatan kerja. Untuk
mengetahui faktor-faktor yang mempunyai kesan yang signifikan dalam keterlibatan
kerja, kajian ini melihat hubungan antara efikasi kendiri, tingkah laku proaktif dan
persepsi sokongan organisasi dengan keterlibatan kerja. Sebanyak 125 soal selidik
diedarkan tetapi hanya 101 soal selidik yang boleh digunakan untuk analisis
selanjutnya. Instrumen ini diadaptasi dari kajian lepas yang sah dan boleh dipercayai
menggunakan skala Likert enam mata. Kaedah penyelidikan kuantitatif digunakan
dan data primer dikumpulkan dari pembantu tadbir di pelbagai jabatan dari sebuah
hospital awam. Data dianalisis menggunakan Statistical Package for Social Science
(SPSS) versi 22.0. Analisis deskriptif digunakan untuk mentafsirkan hubungan
efikasi kendiri, tingkah laku proaktif dan persepsi sokongan organisasi dengan
keterlibatan kerja. Alpha Cronbach digunakan untuk mengukur kebolehpercayaan
data, manakala ujian Skewness dan Kurtosis digunakan untuk memeriksa normaliti
data. Hubungan antara pembolehubah dianalisis menggunakan pekali korelasi,
manakala teknik analisis regresi berganda digunakan untuk menjangkakan faktor
keterlibatan kerja. Hasil kajian menunjukkan efikasi kendiri dan tingkah laku
proaktif mempengaruhi keterlibatan kerja pembantu tadbir, tetapi persepsi sokongan
organisasi tidak mempengaruhi. Hasil kajian ini akan membantu pihak pengurusan
hospital mengambil langkah-langkah yang diperlukan untuk meningkatkan
keterlibatan kerja pembantu tadbir agar dapat mewujudkan tenaga kerja yang boleh
dipercayai dan efektif di Malaysia.
Kata kunci: keterlibatan kerja, efikasi kendiri, tingkah laku proaktif, persepsi
sokongan organisasi, pembantu tadbir.
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CHAPTER ONE
INTRODUCTION
1.1 Background of the Study
The Public Service Commission of Malaysia comprises of the Federal and State
General Public Service, the Joint Public Services, the Judiciary and Legal Service,
the Educational Services, the Armed Forces and the Police Force (Official Portal
Pahang State Government, 2010). Although each department play different roles in
their areas, but the purpose is to implement government policies and decisions to
achieve its objectives. According to Official Portal Pahang State Government (2010),
the Malaysian public service is an administrative tool in the implementation of
government policies and decisions to achieve the country's goals and objectives.
Administrative staffs as public servants, are not left in the role to be more
sensitive and responsive in the context of carrying out the tasks assigned to moving
organizational mobile, and customer satisfaction. Melaka State Speaker Datuk Wira
Omar Jaafar stated that administrative staffs are the backbone of the country's
administration (Chan, & Farnoh, 2019). This statement also supported by Prime Minister
ofMalaysia, TunDr.Mahathir Mohamad (Hammim, 2018). This also consistent with the
quote by Tun Abdul Razak in his speech entitled 'Road to nationhood' (Bernama,
2015) which means that civil servants have an obligation to be implemented;
"Sebagai penjawat awam, saya berharap anda akan berpendirian
teguh terhadap kami ahli politik, dan tidak membenarkan diri
dikuasai oleh kami. Sebab dalam demokrasi sebenar, penjawat awam
mempunyai tanggungjawab untuk dilaksanakan. Masa depan
cara hidup demokrasi negara kita bergantung kepada anda."
63
REFERENCES
Ahmad, I., & Gao, Y. Q. (2018). Ethical leadership and work engagement: The roles
of psychological empowerment and power distance orientation. Management
Decision, 56(9), 1991-2005. https://doi.org/10.1108/MD-02-2017-0107.
Ahmed, I., & Nawaz, M. M. (2015). Antecedents and outcomes of perceived
organizational support: A literature survey approach. Journal of Management
Development, 34(7), 867-880. https://doi.org/10.1108/JMD-09-2013-0115.
Akgunduz, Y., Alkan, C., & Gok, O, A. (2018). Perceived organizational support,
employee creativity and proactive personality: The mediating effect of
meaning of work. Journal of Hospitality and Tourism Management, 34, 105-
114.
Akhtar, M. I. (2016). Research design. Research in Social Science: Interdisciplinary
Perspectives.
Amtmann, D., Bamer, A. M., Cook, K. F., Askew, R. L., Noonan, V. K., &
Brockway, J. A. (2012). University of Washington Self-Efficacy Scale: A new
self-efficacy scale for people with disabilities. Archives of Physical Medicine
and Rehabilitation, 93(10), 1757–1765. doi:10.1016/j.apmr.2012.05.001.
Ang, K. H. (2016). Pengenalan rangka kerja metodologi dalam kajian penyelidikan:
Satu kajian kes. Malaysian journal of social sciences and humanities,1 (1), 17-
23.
Arsaythamby, V., & Arumugam, R. (2013). Kaedah Analisis & Interpretasi Data.
Sintok: UUM Press.
Aziz, M. A. A., Rahman, H. A., Alam, M. M., & Said, J. (2015). Enhancement of the
accountability of public sectors through integrity system. Internal control
system and leadership practices: A review study. Procedia Economics and
Finance, 28, 163–169. doi:10.1016/S2212-5671(15)01096-5.
Bai, J., & Liu, J. P. (2018). A study on the influence of career growth on work
engagement among new generation employees. Open Journal of Business and
Management, 6, 300-317. https://doi.org/10.4236/ojbm.2018.62022.
Bakker, A. B. (2011). An evidence-based model of work engagement. Current
Directions in Psychological Science, 20(4), 265-269.
doi:10.1177/0963721411414534.
Bakker, A. B., Albrecht, S. L., & Leiter, M. P. (2011). Key questions regarding work
engagement. European Journal Of Work And Organizational Psychology,
20(1), 4-28. doi: 10.1080/1359432X.2010.485352.
Bakker, A. B., & Leiter, M. P. (Eds.). (2010). Work Engagement: A Handbook of
Essential Theory and Research. New York, NY: Psychology Press.
64
Bernama. (2015, November 27). Jadikan kata-kata kenegaraan pemimpin lalu
sebagai panduan - Sultan Perak. BH Online. Retrieved 2019, June 06 from
https://www.bharian.com.my/node/100408.
Bernama. (2018, July 09). Cuepacs perlu bantu tingkatkan produktiviti penjawat
awam. Utusan Online. Retrieved 2019, May 01 from
http://www.utusan.com.my/berita/nasional/cuepacs-perlu-bantu-tingkatkan-
produktiviti-penjawat-awam-1.70542.
Biesok, G., & -Wróbel, J. W. (2017). Job satisfaction and its influence on proactive
behaviour. European Journal of Business Science and Technology, 3(1).
https://doi.org/10.11118/ejobsat.v3i1.81.
Breso, E., Schaufeli, W. B., & Salanova, M. (2011). Can a self-efficacy-based
intervention decrease burnout, increase engagement, and enhance performance?
A quasi-experimental study. Higher Education, 61(4), 339–355.
Caesens, G., & Stinglhamber, F. (2014). The relationship between perceived
organizational support and work engagement: The role of self-efficacy and its
outcomes. European Review of Applied Psychology, 64(5), 259-267.
https://doi.org/10.1016/j.erap.2014.08.002.
Caniels, M. C. J., Semeijn, J. H., & Renders, I. H. M. (2017). Mind the mindset! The
interaction of proactive personality, transformational leadership and growth
mindset for engagement at work. Career Development International, 23(1), 48-
66. DOI 10.1108/CDI-11-2016-0194.
Cesário, F., & Chambel, M. J. (2017). Linking organizational commitment and work
engagement to employee performance. Knowledge and Process Management,
24(2), 152-158, DOI: 10.1002/kpm.1542.
Chan, M. Z., & Farnoh, N. F. (2019, May 16). Penjawat Awam Tulang Belakang
Pentadbiran Kerajaan. MalaysiaAktif. Retrieved 2019, June 06 from
https://malaysiaaktif.my/56126.
Chaudhary, R., Rangnekar, S., & Barua, M. K. (2013). Engaged versus disengaged:
The role of occupational self-efficacy. Asian Academy of Management Journal,
18(1), 91–108.
Chen, I. S. (2016). Examining the linkage between creative self-efficacy and
work engagement: The moderating role of openness to experience. Baltic
Journal of Management, 11(4), 516-534. https://doi.org/10.1108/BJM-04-
2015-0107.
Chua, Dr. H. T. (2007, June 27). Complaint redressal system: Public Complaints
Bureau (PCB) Prime Minister’S Department, Malaysia. Portal Rasmi Biro
Pengaduan Awam, Jabatan Perdana Menteri. Retreived 2019, July 01 from
http://www.pcb.gov.my/annual/aoa_hanoi.pdf.
65
Cooper-Thomas, H. D., Paterson, N. L., Stadler, M. J., & Saks, A. M. (2014). The
relative importance of proactive behaviors and outcomes for predicting
newcomer learning, well-being, and work engagement. Journal of Vocational
Behavior, 84(3), 318–331.
Crant, J.M. (2000). Proactive behavior in organizations. Journal of
Management,26(3), 435-462. https://doi.org/10.1177/014920630002600304.
Creswell, J. W. (2014). Research design: Qualitative, quantitative, and mixed
methods approaches (4th ed.). SAGE Publications, Inc.
Csikszentmihalyi, M. (1990). Flow: the psychology of optimal experience. Harper &
Row.
Eisenberger, R., Cummings, J., Armeli, S., and Lynch, P. (1997). Perceived
organizational support, discretionary treatment, and job satisfaction. Journal of
Applied Psychology, 82(5), 812-820.
Eisenberger, R., Huntington, R., Hutchison, S., and Sowa, D. (1986). Perceived
organizational support. Journal of Applied Psychology, 71(3), 500-507.
Eisenberger, R., Malone, G. P., & Presson, W. D. (2016). Optimizing perceived
organizational support to enhance employee engagement. Society for Human
Resource Management and Society for Industrial and Organizational
Psychology
Eldor, L. (2016). Work engagement: Toward a general theoretical enriching model.
Human Resource Development Review. doi:10.1177/1534484316655666
Elstad, E., & Christophersen, K. –A. (2017). Perceptions of digital competency
among student teachers: Contributing to the development of student teachers’
instructional self-efficacy in technology-rich classrooms. Education Science,
7(1), 27. doi: 10.3390/educsci7010027
FMT Reporters. (2017, November 15). Penjawat awam dibuang hanya selepas
ponteng kerja 2,002 hari. Retrieved 2019, June 06 from FMT News:
https://www.freemalaysiatoday.com/category/bahasa/2017/11/15/penjawat-awa
m-dibuang-hanya-selepas-ponteng-kerja-2002-hari/
Fowler, F. J. (2014). Survey Research Methods (5th ed.). SAGE Publications Asia-
Pacific Pte. Ltd.
Gallup. (2018). Engage Your Employees to See High Performance and Innovation.
Retrieved 2019, May 01, from https://www.gallup.com/workplace/229424/
Employee-engagement.aspx.
Gayathti, N., & Karthikeyan, P. (2016). The role of self-efficacy and social support
improving life satisfaction: The mediating role of work–family
enrichment. Zeitschrift für Psychologie, 224(1), 25-33. http://dx.doi.org/10.
1027/2151-2604/a000235
66
Ghadi, M.Y., Fernando, M., & Caputi, P. (2013). Transformational leadership and
work engagement: The mediating effect of meaning in work. Leadership and
Organization Development Journal, 34(6), 532-550.
Goforth, C. (2015, November 16). Using and interpreting cronbach’s alpha.
Retrieved 2019, Jun 04 from https://data.library.virginia.edu/using-and-
Interpreting-cronbachs-alpha/
Gogtay, N. J., & Thatte, U. M. (2017). Principles of correlation analysis. Journal of
The Association of Physicians of India, 65, 78-81.
Guilbert, L., Carrein, C., Guénolé, N., Monfray, L., Rossier, J., & Priolo, D. (2018).
Relationship between perceived organizational support, proactive personality,
and perceived employability in workers over 50. Journal of employment
counseling, 55. DOI: 10.1002/joec.12075
Gunasekara, A., & Zheng, C. S. M. (2019). Examining the effect of different facets
of mindfulness on work engagement. Employee Relations, 41(1), 193-208.
Hammim, R. (2018, December 02). Perubahan dalam perkhidmatan awam ambil masa. BH
Online. Retrieved 2019, May 01 from https://www.bharian.com.my/berita/
nasional/2018/12/504431/perubahan-dalam-perkhidmatan-awam-ambil-masa.
Harjeet Singh, Mohamad, R., Abdul Razak, M., & Abd Razak, A. R. (n. d.). Laporan
Tahunan Biro Pengaduan Awam 2016-2017. Portal Rasmi Biro Pengaduan
Awam, Jabatan Perdana Menteri. Retrieved 2019, July 01 from
http://www.pcb.gov.my/pdf/laporantahunan_20162017.html.
Iyer, D. (2011). Tying performance management to service delivery: Public sector
reform in Malaysia, 2009-2011. Innovations for Successful Societies, 1-15.
Jha, J. K., Pandey, J., & Varkkey, B. (2018). Examining the role of perceived
investment in employees’ development on work-engagement of liquid
knowledge workers: Moderating effects of psychological contract.
Journal of Global Operations and Strategic Sourcing.
https://doi.org/10.1108/JGOSS-08-2017-0026.
Joo, B. –K., & Bennett III, R. h. (2018). The influence of proactivity on creative
behavior, organizational commitment, and job performance: Evidence from a
Korean Multinational Firm. Journal of International & Interdisciplinary
Business Research, 5.
Kahn, W.A. (1990). Psychological conditions of personal engagement and
disengagement at work. Academy of Management Journal, 33(4), 692-724.
Kanten, P., & Ulker, F. E. (2012). A relational approach among perceived
organizational support, proactive personality and voice behavior. Procedia-
Social and Behavioral Sciences, 62, 1016-1022.
https://doi.org/10.1016/j.sbspro.2012.09.173.
67
Karatepe, O. M., & Karadas, G. (2015). Do psychological capital and work
engagement foster frontline employees’ satisfaction? A study in the hotel
industry. International Journal of Contemporary Hospitality Management,
27(6), 1254-1278. https://doi.org/10.1108/IJCHM-01-2014-0028.
Karthikeyan, G., Manoor, U., & Supe, S. S. (2015). Translation and validation of the
questionnaire on current status of physiotherapy practice in the cancer
rehabilitation. Journal of Cancer Research and Therapeutics, 11(1), 29-36. doi:
10.4103/0973-1482.146117.
Kinnunen, U., Feldt, T., & Makikangas, A. (2008). Testing the effort-reward
imbalance model among Finnish managers: the role of perceived
organizational support. Journal of Occupational Health Psychology, 13, 114–
127. doi:10.1037/1076-8998.13.2.114.
Korsakiene, R., Raisiene, A. G., & Buzavaite, M. (2017). Work engagement of older
employees: Do employee and work-related factors matter?. Economics and
Sociology, 10(4), 151-161. doi:10.14254/2071-789X.2017/10-4/12.
Kose, A. (2016). The Relationship between Work Engagement Behavior and
Perceived Organizational Support and Organizational Climate. Journal of
Education and Practice, 7(7).
Krejcie, R. V., & Morgan, D. W. (1970). Determining sample size for research
activities. Educational and psychological measurement, 30, 607-610.
Kuok, A. C. H., & Taormina, R. J. (2017). Work engagement: Evolution of the
concept and a new inventory. Psychological Thought, 10(2), 262–287.
doi:10.5964/psyct.v10i2.236.
Kurtessis, J. N., Eisenberger, R., Ford, M. T., Buffardi, L. C., Stewart, K. A., & Adis,
C. S. (2017). Perceived organizational support: A meta-analytic evaluation of
organizational support theory. Journal of Management, 43, 1854–1884.
Laman Web Rasmi Hospital Sultanah Bahiyah. (n.d.). 2007-2019 Hospital Sultanah
Bahiyah. Retrieved from http://hsbas.moh.gov.my/v3/
Lavigna, B. (2015). Commentary: Public service motivation and employee
engagement. Public Administration Review, 75(5), 732-733.
doi:10.1111/puar.12 429.
Li, F. (2018). The effect of proactive personality and perceived insider status fit on
employee innovative behavior: A moderated mediation model. International
Journal of Science and Research, 7(12), 184-493.
Li, X., Sanders, K., & Frenkel, S. (2012). How Leader–Member Exchange, Work
Engagement and HRM Consistency Explain Chinese Luxury Hotel Employees’
Job Performance. International Journal of Hospitality Management, 31, 1059-
1066. doi:10.1016/j.ijhm.2012.01.002.
68
Malaysia Prime Minister's Department. (1991, April 01). Pekeliling kemajuan
pentadbiran awam bilangan 4 tahun 1991, garis panduan mengenai strategi-
strategi peningkatan kualiti dalam perkhidmatan awam.
McLead, S. A. (2018, May). Maslow’s hierarchy of needs. Simply Psychology.
Retrieved 2019, May 25, from www.simplypsychology.org/maslow.html.
Md Rafik, M. F. (2019, August 14). Saiz perkhidmatan awam di Malaysia masih
ideal. MalaysiaKini Berita. Retrieved 2019, August 14, from https://www.
malaysiakini.com/news/487970.
Mensah, A. O., & Lebbaeus, A. (2013). The influence of employees' self-efficacy on
their quality of work life: The case of cape coast, Ghana. International Journal
of Business and Social Science, 4(2), 195-205.
Mohamad Yusof, N. A. (2018, October 22). Skim gaji penjawat awam perlu disemak
- CUEPACS. Berita Harian Online. Retrieved 2019, May 01 from https://www.
bharian.com.my/berita/nasional/2018/10/489155/skim-gaji-penjawat-awam-
perlu-disemak-Cuepacs.
Mohamed Seada, A. (2017). Organizational role stress and work engagement among
nurses in a selected hospital in Cairo. American Journal of Nursing Science,
6(1), 53-62. doi: 10.11648/j.ajns.20170601.17.
Mohd Faizal Nizam, L. A., & Leow, T. W. (2017). Kesahan dan kebolehpercayaan
instrumen penilaian kendiri pembelajaran geometri tingkatan satu. Malaysian
Journal of Learning and Instruction, 14(1), 211-265.
Muhamad, H. (2019, Mac 13). Baik, buruk pengecilan penjawat awam - Cuepacs.
Astro Awani. Retrieved 2019, May 01 from http://www.astroawani.com/berita-
bisnes/baik-buruk-pengecilan-penjawat-awam-cuepacs-201029.
Mulder, P. (2015). McClelland Motivation Theory. Retrieved 2019, May 25, from
https://www.toolshero.com/psychology/theories-of-motivation/mcclelland-
motivation-theory/
Murthy, R. K. (2017). Perceived organizational support and work engagement.
International Journal of Applied Research, 3(5), 738-740.
Mustafa, G., Glavee-Geo, R., Gronhaug, K., & Hanan Saber Almazrouei, H. S.
(2019). Structural impacts on formation of self-efficacy and its performance
effects. Sustainability 11, 1-24. doi:10.3390/su11030860
Naruse, T., Sakai, M., Watai, I., Taguchi, A., Kuwahara, Y., Nagata, S., &
Murashima, S. (2013). Individual and organizational factors related to
workengagement among home-visiting nurses in Japan. Japan Journal of
Nursing Science, 10(2), 267–272. doi:10.1111/jjns.12003.
Neuman, W. L. (2014). Social research methods: Qualitative and quantitative
approaches (7th ed.). Pearson Education Limited.
69
Noesgaard, M. S., & Hansen, J. R. (2017). Work engagement in the public service
context: The dual perceptions of job characteristics. International Journal of
Public Administration. doi: 10.1080/01900692.2017.1318401.
Nunnally, J.C. (1978). Psychometric Theory. New York: McGraw-Hill.
Official Portal Malaysian Administrative Modernisation and Management Planning
Unit (MAMPU). (2019). Star Rating. Retrieved 2019, July 02 from
https://www.mampu.gov.my/en/star-rating
Official Portal Pahang State Government. (2010). Overview Perkhidmatan Awam
Malaysia. Retrieved 2019, July 01 from https://www.pahang.gov.my/microsite/
/modules_resources/database_stores/5/51_18.pdf.
Orgambidez, A., Borrego, Y., & Vazquez-Aguado, O. (2019). Self-efficacy and
organizational commitment among Spanish nurses: The role of work
engagement. International Nursing Review, 00, 1–8.
Parker, S. K., & Bindl, U. K. (Eds.). (2016). Proactivity at Work: Making Things
Happen in Organizations. New York, UK: Routledge, Taylor & Francis.
Pati, S. P., & Kumar, P. (2010). Employee Engagement: Role of Self-efficacy,
Organizational Support & Supervisor Support. The Indian Journal of Industrial
Relations, 46(1), 126-137.
Peng, W., & Saidin, K. (2018). A study of relationship between perceived
organizational support and work engagement of administrative staff in Newly-
Established Universities of China. Journal of Social Science Research, 12(2),
2756-2763. doi:10.24297/jssr.v12i2.7575.
Pollak, A., Chrupala-Pniak, M., Rudnicka, P., & Paliga, M. (2017). Work
engagement – A systematic review of polish research. Polish Psychological
Bulletin, 48(2), 175–187. doi: 10.1515/ppb-2017-0021.
Portal Rasmi Suruhanjaya Perkhidmatan Awam. (2019). Laman Utama/Deskripsi
Tugas/SPM/SPM(V)/SPMV/Sijil. Retrieved 2019, July 01 from
http://www.spa.gov.my/deskripsi-tugas/spm-sijil3.
Portal Rasmi Suruhanjaya Perkhidmatan Pelajaran. (n.d.). Skim perkhidmatan
pembantu tadbir (perkeranian/ operasi). Retrieved 2019, July 01 from
https://www.spp.gov.my/images/Penjawat_Awam/bukan_guru/Ringkasan_
Perkhidmatan_dan_Skop_Tugas_PTPO_N19.pdf.
Priyatama, A. N., Zainuddin, M., & Handoyo, S. (2018). The influence of self-
efficacy, optimism, hope and resilience on work engagement: Role of
perceived organizational support as mediator. Journal of Educational, Health
and Community Psychology, 7(1), 61-77.
Rich, B. L. (2010). Job engagement: Antecedents and effects on job performance.
Academy of Management Journal, 53(3), 617–635.
70
Rigotti, T., Schyns, B., & Mohr, G. (2008). A short version of the occupational self-
efficacy scale: Structural and construct validity across five countries. Journal
of Career Assessment, 16(2), 238-255. doi:10.1177/1069072707305763
Robinson, O. C. (2014). Sampling in interview-based qualitative research: A
theoretical and practical guide. Qualitative Research in Psychology, 11(1), 25-
41. doi:10.1080/14780887.2013.801543.
Roof, R. A. (2015). The association of individual spirituality on employee
engagement: The spirit at work. Journal of Business Ethics, 130(3), 585-599.
Roopa, S., & Rani, M. S. (2012). Questionnaire designing for a survey. The Journal
of Indian Orthodontic Society, 46(4), 273-277.
Schaufeli, W. B., Salanova, M., Gonzalez-Romá, V., & Bakker, A. B. (2002). The
measurement of engagement and burnout: A two sample confirmatory factor
analytic approach. Journal of Happiness Studies, 3, 71-92.
doi:10.1023/A:1015630930326.
Schaufeli, W., & Bakker, A. (2004). UWES Utrecht Work Engagement Scale,
Preliminary Manual. Occupational Health Psychology Unit, Utrecht University,
1.1
Schyns, B., & Collani, G. V. (2002). A new occupational self-efficacy scale and its
relation to personality constructs and organizational variables. European
Journal of Work and Organizational Psychology, 11(2), 219-241.
doi:10.1080/13594320244000148
Schyns, B., & Sczesny, S. (2010). Leadership attributes valence in self-concept and
occupational self-efficacy. Career Development International, 15(1), 78–92.
DOI: 10.1108/13620431011020907.
Seibert, S. E., Crant, J. M., & Kraimer, M. L. (1999). Research reports Proactive
personality and career success. Journal of Applied Psychology, 84(3), 416-427.
Sekaran, U., & Bougie, R. (2010). Research methods for business: A skill building
approach (5th ed.). John Wiley & Sons.
Sekaran, U., & Bougie, R. (2016). Research methods for business: A skill-building
approach (7th ed.). John Wiley & Sons Ltd.
Seppala, P., Mauno, S., Feldt, T., Hakanen, J., Kinnunen, U., Tolvanen, A., &
Schaufeli, W. (2009). The construct validity of the utrecht work engagement
scale: Multisample and longitudinal evidence. J Happiness Stud, 10, 459–481.
doi:10.1007/s10902-008-9100-y.
Sharma, A., Goel, A., & Sengupta, S. (2017). How does work engagement vary with
employee demography? - Revelations from the Indian IT industry. Elsevier B.
V., 122, 146-153. https://doi.org/10.1016/j.procs.2017.11.353.
71
Shin, I., Hur, W. M., & Kang, S. (2018). How and when are job crafters engaged at
work?. International Environmental Research Public Health, 15(10), 2138-
2152. https://doi.org/10.3390/ijerph15102138.
Showkat, N., & Parveen, H. (2017). Non-probability and probability sampling. E-PG
Pathshala, 1-9.
Simbula, S., & Guglielmi, D. (2013). I am engaged, I feel good, and I go the extra-
mile: Reciprocal relationships between work engagement and consequences.
Journal of Work and Organizational Psychology, 29(3), 117–125. doi:
10.5093/tr2013a17.
Simbula, S., Guglielmi, D., & Schaufeli, W. (2011). A three-wave study of job
resources, self-efficacy, and work engagement among Italian school teachers.
European Journal of Work and Organizational Psychology, 20(3), 285-304.
doi: 10.1080/13594320903513916.
Simon, M. K., & Goes, J. (2011). Correlational research. Dissertation and Scholarly
Research: Recipes for Success. Retrieved 2019, July 01 from http://www.
dissertationrecipes.com/wp-content/uploads/2011/04/Assumptions-
Limitations-Delimitations-and-Scope-of-the-Study.pdf.
Sonnentag, S. (2003). Recovery, work engagement, and proactive behavior: A new
look at the interface between nonwork and work. Journal of applied
psychology, 88(3), 518-528. doi: 10.1037/0021-9010.88.3.518.
Sulea, C., Virga, D., Maricutoiu, L. P., Schaufeli, W., Dumitru, C. Z., & Sava, F. A.
(2012). Work engagement as mediator between job characteristics and positive
and negative extra-role behaviors. The Career Development International,
17(3), 188–207. doi:doi.org/10.1108/13620431211241054.
Sullivan, G. M., & Feinn, R. (2012). Using Effect Size—or Why the P Value Is Not
Enough. Journal of Graduate Medical Education. doi: http://dx.doi.org/10.
4300/ JGME-D-12-00156.1
Swanepoel, S., Botha, P., & -Innes, R. R. (2015). Organizational behaviour:
exploring the relationship between ethical climate, self-efficacy and
hope. Journal of Applied Business Research (JABR), 31(4), 1419-1424.
https://doi.org/ 10.19030/jabr.v31i4.9327.
Tsang, S., Royse, C. F., & Terkawi, A. S. (2017). Guidelines for developing,
translating, and validating a questionnaire in perioperative and pain medicine.
Saudi Journal of Anesthesia, 11(1). S80-S89. doi: 10.4103/sja.SJA_203_17.
Wang, X. X., Liu, L., Zou, F., Hao, J. H., & Wu, H. (2017). Associations of
occupational stressors, perceived organizational support, and psychological
capital with work engagement among chinese female nurses. BioMed Research
International. https://doi.org/10.1155/2017/5284628.
72
Wang, Z. X., Zhang, J., Thomas, C. L., Yu, J., & Spitzmueller, C. (2017). Explaining
benefits of employee proactive personality: The role of engagement, team
proactivity composition and perceived organizational support. Journal of
Vocational Behavior, 101, 90-103.
Wellins, R. S., Bernthal, P., & Phelps, M. (2005). Employee engagement: The key to
realizing competitive advantage. Development Dimensions International
monograph. Retrieved 2019, July 01 from http://www.ddiworld.com/ddi
/media/monographs/ employeeengagement_mg_ddi.pdf?ext=.pdf.
Yusoff, M., Syed Ikhsan, S. O. S., Sivabalasingam, V., Sidal, A., George Patrick,
Bakar, A., Che Yusoff, M., & Ibrahim, A. (2014). Trajektori INTAN sebagai
pusat kecemerlangan kepakaran sektor awam. Institut Tadbiran Awam Negara,





















Valid 24 years and below 2 2.0 2.0 2.0
25 years - 34 years 32 31.7 31.7 33.7
35 years - 44 years 48 47.5 47.5 81.2
45 years and above 19 18.8 18.8 100.0
Total 101 100.0 100.0
Marital Status
Frequency Percent Valid Percent
Cumulative
Percent
Valid Single 5 5.0 5.0 5.0
Married 95 94.1 94.1 99.0
Widowed 1 1.0 1.0 100.0
Total 101 100.0 100.0
Gender
Frequency Percent Valid Percent
Cumulative
Percent
Valid Male 20 19.8 19.8 19.8
Female 81 80.2 80.2 100.0








Valid Secondary School 31 30.7 30.7 30.7
STPM/ Matriculation/
A-level/ Diploma 57 56.4 56.4 87.1
Undergraduate Degree 13 12.9 12.9 100.0
Total 101 100.0 100.0






Valid Less than 5 years 13 12.9 12.9 12.9
5 years - 10 years 34 33.7 33.7 46.5
11 years - 15 years 29 28.7 28.7 75.2
16 years - 20 years 9 8.9 8.9 84.2
More than 21 years 16 15.8 15.8 100.0
Total 101 100.0 100.0






Valid Less than 5 years 3 3.0 3.0 3.0
5 years - 10 years 31 30.7 30.7 33.7
11 years - 15 years 35 34.7 34.7 68.3
16 years - 20 years 15 14.9 14.9 83.2
More than 21 years 17 16.8 16.8 100.0








Statistic Statistic Statistic Statistic Std. Error Statistic
Std.
Error
W 101 4.5911 0.713 - 0.672 0.240 1.610 0.476
E 4.5347 0.777 - 0.416 0.240 0.228 0.476
B 4.5594 0.714 - 0.404 0.240 -0.112 0.476









Normality test of work engagement
Histogram




Normality test of proactive behavior
Histogram
Perceived organizational support































W1 176.56 647.108 .617 .962
W2 176.40 641.262 .783 .961
W3 176.26 647.573 .562 .962
W4 176.57 639.667 .756 .961
W5 176.50 639.672 .796 .961
W6 177.10 643.430 .502 .963
W7 176.95 636.828 .703 .962
W8 176.84 632.995 .796 .961
W9 176.50 639.932 .790 .961
W10 177.03 637.129 .608 .962
W11 176.46 645.650 .658 .962
W12 176.71 636.347 .785 .961
W13 176.94 642.516 .717 .962
W14 176.48 655.852 .414 .963
W15 176.63 640.674 .662 .962
W16 176.67 649.262 .556 .962
















E1 176.82 639.668 .749 .961
E2 176.76 642.703 .772 .961
E3 176.77 647.938 .643 .962
E4 176.59 639.804 .741 .961
E5 176.72 637.622 .814 .961











B1 176.31 651.615 .648 .962
B2 176.44 646.968 .684 .962
B3 176.42 644.905 .698 .962
B4 176.62 646.157 .630 .962
B5 177.17 639.221 .571 .962
B6 176.72 636.582 .763 .961
B7 177.01 642.950 .702 .962
B8 176.51 645.512 .716 .962
B9 176.74 638.993 .783 .961
B10. 177.14 638.781 .749 .961
87












S1 177.64 636.452 .621 .962
S2 177.46 640.550 .556 .962
S3 177.54 635.310 .617 .962
S4 177.23 642.858 .533 .962
S5 177.38 643.297 .525 .963
S6 177.52 678.412 -.068 .966
S7 177.51 674.332 -.009 .966



















Sig. (2-tailed) .000 .000 .000
N 101 101 101 101
Self-efficacy Pearson
Correlation .836
** 1 .746** .436**
Sig. (2-tailed) .000 .000 .000





** .746** 1 .453**
Sig. (2-tailed) .000 .000 .000






** .436** .453** 1
Sig. (2-tailed) .000 .000 .000
N 101 101 101 101










t Sig.B Std. Error Beta
1 (Constant) .552 .241 2.290 .024
Self-efficacy .501 .068 .547 7.327 .000
Proactive behavior .390 .075 .390 5.183 .000
Perceived organizational
support -.003 .049 -.003 -.052 .959
a. Dependent Variable: Work engagement
Model Summary
Model R R Square Adjusted R Square
Std. Error of the
Estimate
1 .876a .767 .760 .34930





Squares df Mean Square F Sig.
1 Regression 38.942 3 12.981 106.389 .000b
Residual 11.835 97 .122
Total 50.778 100
a. Dependent Variable: Work engagement
b. Predictors: (Constant), Perceived organization support, Self-efficacy, Proactive
behavior
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